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ABSTRACT 
 
ALMANNAEI, MARAM, A., Masters: June 2019, Master of Business Administration 
Title: Study of Intrapreneurship in Qatar: An Empirical Study and Structural Model 
Supervisor of Project: Dr. Mohd, N, Faisal.  
Intrapreneurship has provided great opportunities for organizations that have 
practiced it in different countries. Intrapreneurship is a process by which employees within 
an organization take the lead in producing new products or services through innovation. 
These employees use the company’s resources to turn unique ideas into products or 
services that are profitable to the organization. This research aims to study intrapreneurship 
in different organizational settings in Qatar, including government, semi-government, and 
private organizations. The purpose of the study is to understand and explore 
intrapreneurship in Qatar and to discuss the outcomes and prerequisites for 
intrapreneurship. The study was conducted in two phases. In the first phase, a 
questionnaire-based survey was conducted. The study sample included 110 employees 
working in Qatar in governmental organizations, semi-governmental organizations, and 
private organizations. Analysis of the data was done using SPSS software to test correlation 
and conduct an independent sample t-test. Then, in phase two of the study, Interpretive 
Structural Modeling (ISM) was used to develop a hierarchy-based model to rank the 
barriers that affect intrapreneurship.  
The results of the questionnaire-based study show a significant positive correlation 
between the prerequisites and outcomes of intrapreneurship. Moreover, the public sector 
had a lack of support for intrapreneurship as compared to the private sector. The results of 
  
   
iv 
 
the tests showed a significant positive correlation between intrapreneurship and perceived 
customer satisfaction. In addition, there was a significant positive correlation between 
intrapreneurship and job satisfaction. The ISM model is composed of four levels of twelve 
different barriers that affect intrapreneurship, with the most important barriers or root 
causes at the bottom of the hierarchy-based model. Such a model could help managers to 
develop suitable strategies to eliminate these root causes and improve overall support for 
intrapreneurship in Qatari organizations. 
 
 
Key Words: intrapreneurship, innovation, intrapreneur, employees, entrepreneurship, 
sustainability, organization, Qatar, employee satisfaction, intrapreneurship dimensions, 
intrapreneurship prerequisites, intrapreneurship outcomes, ISM model, intrapreneurship 
barriers. 
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CHAPTER 1: INTRODUCTION 
1.1 Overview 
Intrapreneurship has developed over a number of years and has had several 
definitions. The concept originated in 1978 when Pinchot stated that organizations needed 
to allow entrepreneurial behavior within the organizations. In 1999, Sharma and Chrisman 
identified intrapreneurship as a process whereby individuals working within an 
organization create a new organization or innovation within that organization. The 
definition of intrapreneurship has since evolved to mean organizational entrepreneurship 
by which employees develop and innovate new products or services inside their 
organizations. Workers accomplish this by working independently to generate creative 
ideas, as well as by with collaborating in groups for new product development (Burstrom 
& Wilson, 2015).  
When the environment is creative and the management structure encourages 
generating new ideas and developing solutions for problems, organizations can help 
develop employees’ skills and reduce the turnover percentage. Moreover, some 
organizations allow their employees the required time and resources to create and work 
on their ideas. This was the case in the creation of Gmail, one of the most famous 
examples of intrapreneurship, which was launched by Google. Google allowed its 
employees to devote 20% of their scheduled work time to work on personal projects 
related to the company. As a result, Paul Buchheit launched the idea of Gmail in April 
of 2004. Today, Gmail is one of the most widely-used email platforms in the world. 
Another example of intrapreneurship is that of Ken Kutaragi, a junior employee at 
Sony, who started to enhance Nintendo and later came up with the idea of creating the 
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PlayStation, which is now one of the world’s most recognizable brands. In another 
example, the company 3M allowed its employees to dedicate 15% of their work time 
to developing new projects. One of these projects, the Post-It Note, developed by 
Spencer Silver, became one of the most frequently used items at offices and is sold at 
almost every office supply store around the world (Deeb, 2016).   
These brilliant examples have proven that intrapreneurship is a key factor for 
innovation, sustainability, income, and low turnover rate.  
1.2 Research Purpose 
Employees play a dynamic role in the economy of a country, as they are the core 
of the economy. Intrapreneurship has shown positive effects in different countries around 
the world. It has increased their income and enhanced their position in the market. In this 
study, the main purpose is to understand and explore intrapreneurship in Qatar. Also, to 
explore variables affecting intrapreneurship and to understand the barriers that affect 
intrapreneurship. Since the practice of intrapreneurship is crucial to organizations, this 
study examines future opportunities for implementing intrapreneurship in organizations in 
Qatar.   
1.3 Motivation of the Study 
This research aims to study intrapreneurship in different types of organizations in 
Qatar including government, semi-government, and private organizations. The study 
discusses the concept of intrapreneurship and specifically its outcomes and prerequisites. 
The participants in the study are employees in Qatar. The study focuses on Qatar as there 
is no previous study about intrapreneurship in Qatar, and moreover, there is no study 
comparing intrapreneurship between the private and public sector in Qatar. 
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Intrapreneurship includes different dimensions, but unfortunately, there is no study that 
examines it in Gulf Cooperation Council (GCC) countries. 
1.4 Benefit of the Study 
The study will benefit Qatar by showing the concept of intrapreneurship and how 
it affects employees and organizations in a positive way.  It will benefit both managers and 
employees of private, governmental, and semi-governmental organizations. In addition, the 
study will show the potential prerequisites and outcomes of intrapreneurship in Qatar. 
Furthermore, practicing and implementing intrapreneurship in Qatar will have various 
positive effects, such as increased revenues, employee satisfaction, innovation, and 
sustainability.  
1.5 Research Objectives 
The objectives of the study cover four dimensions: 
1. To explore the intrapreneurship concept in organizations in Qatar. 
2. To understand the variables affecting the prerequisites and outcomes of 
intrapreneurship. 
3. To examine customer and employee satisfaction in relation to 
intrapreneurship.  
4. To develop a relationship model for barriers to intrapreneurship in Qatar. 
1.6 Research Question 
The research addresses two main questions: 
1) To what extent is intrapreneurship practiced in organizations in Qatar? 
2) What are the prerequisites and outcomes of intrapreneurship that affect organizations in 
Qatar? 
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This research is composed of six chapters, the first of which contains the 
introduction. The second chapter contains the literature review in which a variety of 
journals (including previous studies), articles, and websites are examined. The third chapter 
depicts the research methodology used to obtain the primary data—specifically the 
questionnaire study and ISM methodology. The fourth chapter presents the results and 
research findings that were analyzed using SPSS software. The fifth chapter discusses the 
implementation of the ISM model in the context of this research. Finally, the sixth chapter 
presents the conclusions, which are composed of a summary of findings, recommendations, 
limitations, and scope for future research. 
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CHAPTER 2: LITERATURE REVIEW 
2.1 Defining Intrapreneurship 
Intrapreneurship simply means entrepreneurship within an existing 
organization. Intrapreneurship exists when an individual works inside an organization 
and uses the organization’s resources to pursue an opportunity. Furthermore, it also 
means creating new organizations within the same organization. It started with a focus 
on entrepreneurial individuals inside corporations and then was broadened to include 
entrepreneurial characteristics at the organizational level (Antoncic & Hisrich, 2003).  
The intrapreneurial process can exist in any firm regardless its size. It is 
intended not only to create new business ventures but also to develop new products, 
technologies, services, competitive postures, and administration techniques.  
Intrapreneurship is defined as the actions of individuals within organizations that lead to 
the innovation of products, processes, or services. Moreover, it adds value to the 
organizations (Gapp & Fisher, 2007). Intrapreneurship is a process conducted within 
organizations which leads to both new business and marketing orientation that leads 
to new products or services (Merrill, Chambers, & Roberts, 2008).  Intrapreneurship is 
defined as a process by which individuals inside an organization acquire opportunities 
using the resources they control. It exists where large businesses enable employees to 
demonstrate entrepreneurial behavior to benefit the organization (Antoncic, 2007).  
Woo (2018) mentioned that intrapreneurship is not a new concept; in fact, it is 
entrepreneurship established and embraced by employees in current companies. 
Intrapreneurship affects a company’s revenue, growth, knowledge formation, joint venture, 
innovation, opportunity seizing, new product development, and sustainability. 
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Intrapreneurial research focuses on three areas, the first of which is intrapreneur 
individual characteristics. The second area is the formation of new corporate ventures, 
with emphasis on ventures that fit with the corporate internal environment. The third 
and last area is entrepreneurial organization, which focuses on organizational 
characteristics (Antoncic & Hisrich, 2003). 
Intrapreneurs are people who get involved in creating new businesses within 
established firms. Intrapreneurs can be middle managers, CEOs, top managers, or 
operational managers; thus, intrapreneurs can be any employee within a company (Ma, 
Liu, & Karri, 2016). Key individuals in existing organizations are referred to as 
intrapreneurs in that they have the ability to identify opportunities and use organizational 
resources to satisfy new needs. In addition, intrapreneurs develop business plans, procure 
required resources, and are key players in managing the organization. Intrapreneurs can 
turn unique ideas into products or services that are profitable to the organization (Altinay, 
2005). Furthermore, they are individuals who work to enhance the organization’s products 
or services through their ability to create and identify new opportunities; consequently, 
they enhance the value of the firm. Table 1 shows a summary of the main definitions of 
intrapreneurship.   
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Table 1: Main Definitions of Intrapreneurship 
Serial References Intrapreneurship Definition 
1 Antoncic and Hisrich (2003) Intrapreneurship means entrepreneurship in an 
existing organization. 
2 Gapp and Fisher (2007) Actions of individuals within organizations that lead to 
the innovation of products, processes or services. 
3 Antoncic (2007) A process by which individuals inside organizations 
acquire opportunities using the resources they control. 
4 Woo (2018) Intrapreneurship is entrepreneurship established and 
embraced by employees in present companies. 
5 Merrill, Chambers, and Roberts 
(2008) 
Process that is found inside the organization which 
leads to new business and marketing orientation that 
leads to development of new products or services. 
 
 
2.2 Difference between Intrapreneurship and Entrepreneurship 
Intrapreneurship means developing a new business within an existing organization 
using the organization’s resources, whereas entrepreneurship means developing a business 
outside the existing organization with the entrepreneur’s own resources (Parker, 2011). 
Moreover, it is an entrepreneurial activity developed and executed by employees and 
managers. In intrapreneurship, entrepreneurial activity is made by employees and 
managers. The reward goes to the organization, and the risk is taken by the company 
(Hartmann, 2018). Because the organization’s resources are used, there is less risk for the 
intrapreneur. Intrapreneurs only manage the business, as they do not have ownership 
(Seshradi & Tripathy, 2006). The advantages of intrapreneurship are that employees will 
have higher morale, enjoy better access to financial resources, and will be able to get help 
from their colleagues at work. Also, they can get access to information for which there is 
larger technology base. On the other hand, the disadvantages include discredit for failure 
and a lack of prompt recognition, promotions, or incentives. The owners or higher-level 
managers get the recognition rather than the intrapreneur himself (Felicio, Ricardo, & 
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Caldeirinha, 2012). 
On the other hand, entrepreneurship is a process that entails starting up a business 
developed by the entrepreneur with the motivation and capacity to get the reward as well 
as assume the risk in order to achieve economic success (Shane, Locke, & Collins, 2003).  
The entrepreneur receives the return and profit from the business, has ownership of the 
business, and funds the business with his own money.  The advantages of entrepreneurship 
are that he or she has personal freedom and satisfaction, makes his or her own decisions, 
and gains the financial rewards (Parker, 2011). On the other hand, the disadvantages are 
that he bears the whole financial risk, and the level of competition can be stiff. Finally, 
there is no guarantee for success, and the entrepreneur takes the whole responsibility 
(Bruyat & Julien, 2001).  
2.3 Intrapreneurship Traits and Purpose 
Intrapreneurs are risk-takers, visionary, and passionate. Moreover, they have high 
aspiration to new achievements (Ma, Liu, & Karri, 2016).  The intrapreneurial process is 
not just about having the idea but also making it available to the organization. Moreover, 
it should foster creativity and address customer-centered idea generation, problem-centered 
idea generation, and price centered idea generation (Harms, 2015). The primary driver for 
intrapreneurship is economic stability. Both social need and altering target population 
encourage organizations to participate in intrapreneurial activities (Berzin, Pitt-
Catsouphes, & Gaitan-Rossi, 2016). 
One study demonstrated the probability of becoming an intrapreneur by 
implementing logistic regression analysis using data from different countries. The results 
showed that developing an intrapreneur requires company resources and capabilities that 
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include previous entrepreneurial experience. Also, competences and the ability to detect 
business opportunities, in addition to influencing intrapreneurial behavior, are essential to 
developing an intrapreneur (Urbano, Alvarez, & Turró, 2013). 
Woo (2018) conducted a study in Korea on four firms with a total of 473 employees 
which examined personality traits on intrapreneurship through career adaptability. The 
results showed that career adaptability completely facilitated the relationship between 
intrapreneurship and openness and conscientiousness from the big five personality 
dimensions. These dimensions consist of neuroticism, extraversion, openness, 
agreeableness, and conscientiousness, all of which are highly related to intrapreneurship. 
Figure 1 depicts the research model used in the study and includes career adaptability, 
personality traits, and intrapreneurship. Moreover, it shows that the results can offer new 
insights into the intrapreneurial talents required from employees in organizations; thus, this 
could help managers to discover potential intrapreneurs and overcome obstacles that can 
affect the development of intrapreneurial competencies. The results show that the Big Five 
personality traits have a significant positive relationship with intrapreneurship. Japan’s 
economic system is an intrapreneurial system, has a high degree of stability, and is 
recognized by large organizations (Lechevalier, Nishimura, & Storz, 2014). 
 
 
 
 
 
 
 10 
 
 
 
 
 
 
 
 
 
 
 
North (2015) selected a sample of 248 industrialists to measure the correlation 
between key attributes for individual intrapreneurship. The study concluded that three of 
the big five personality traits (neuroticism, extraversion, and openness) are statistically 
significant at 99% level. 
De Jong, Parker, Wennekers, and Wu (2011) conducted a study on 189 employees 
at a Dutch company to measure employee intrapreneurial behavior in organizations in 
relation to proactive personality, job specific items, and demographics. The results showed 
that the most important variable is the proactive personality trait. On the other hand, the 
limitation of the study is that it was conducted on a single organization. Table 2 depicts the 
main contributions about intrapreneurship traits that are provided in different studies. 
 
 
 
Figure 1. Relationship between Career Adaptability Traits and Intrapreneurship, 
adapted from (Woo, 2018). 
Career Adaptability 
Personality Traits: 
-Extraversion 
-Openness 
-Conscientiousness 
Intrapreneurship  
-Gender 
-Age 
-Education 
-Company 
-Neuroticism 
-Agreeableness 
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Table 2: Main Contributions about Intrapreneurship Traits 
Serial References Main Contribution 
1 Ma, Liu, and Karri (2016) 
Intrapreneurs are risk-taking, visionary, and passionate and have 
high aspirations. 
2 Urbano, Alvarez, and Turró (2013) 
Intrapreneurs should have previous entrepreneurial experience 
and competencies, as well as the ability to detect business 
opportunities and influence intrapreneurial behavior. 
3 Woo (2018) 
Intrapreneurial traits are neuroticism, extraversion, openness, 
agreeableness, and conscientiousness. 
4 North (2015) 
Intrapreneur personality traits are neuroticism, extraversion, and 
openness. 
5 
De Jong, Parker, Wennekers, and 
Wu, (2011) 
The proactive personality trait is the most important variable. 
 
 
The concept of intrapreneurship started in 1978. Its main purpose is to improve 
an organization’s performance and macroeconomic development (Merrill, Chambers, 
& Roberts, 2008). Intrapreneurs work within organizations and can make risky 
decisions by using company resources rather than using their own as is the case in 
entrepreneurship. On the other hand, there are similarities between intrapreneurship 
and entrepreneurship, such as innovation and creativity. Figure 2 demonstrates the 
model of intrapreneurship in which both the organization and the environment nurtured 
intrapreneurship, thus improving the organization’s performance (Molina & 
Callahan, 2009).  Intrapreneurship enhances the firm’s capacity to revitalize its 
business, innovate, adapt to changes in both external and internal environments, and 
enhance its performance (Skarmeas, Lisboa, & Saridakis, 2016). Burstrom and Wilson 
(2015) stated that organizations should be dedicated to supporting intrapreneurial 
activities since both organizational support and individual competencies are the core 
to achieving a high level of intrapreneurial activities. Heinonen and Korvela (2014) state 
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Figure 2. Intrapreneurship Model (Molina & Callahan, 2009). 
that intrapreneurship is crucial to organizations’ survival, growth, profitability, and 
renewal.  
 
 
 
 
 
 
 
Vargas-Halabí, Mora-Esquivel, and Siles (2017) conducted a study in Costa Rica 
to validate a scale used to measure intrapreneurial competencies in an organizational 
context. SPSS was used to analyze the exploratory factor where a linear regression model 
was used to gain evidence of external criterion-related validity. It showed that the five 
employee attributes of proactivity, flexibility, drive, risk-taking, and opportunity 
promotion are related to intrapreneurial competencies. Moreover, the employee innovative 
behavior scale provided evidence of discriminant, convergent, and criterion-related 
validity. The intrapreneurial competency is related to employee disposition to contribute 
to innovative development and create new businesses for the company. This could be 
useful to businesses engaged in predicting and using diagnostic instruments to promote 
innovation and create new businesses for themselves.  
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2.4 Organizational Need for Successful Intrapreneurship 
In order to have successful intrapreneurship, managers should mentor their 
employees to support them and help them achieve the desired goals. Clear communication 
between different levels of the organizational hierarchy should be clear. Managers should 
encourage employees who demonstrate new ideas. The organization should develop 
innovation and creativity among its employees. Innovation is the core of intrapreneurship 
and is considered a mechanism to revive the organization. Moreover, a reward system 
should be applied in which financial and other incentives are provided for innovative 
employees. Finally, the resources of the organization are the basis of the proposed project 
to be accomplished, so the organization should have the capability to finance and support 
the project in different aspects (Urban & Wood, 2015). 
Rivera (2017) conducted a study in the USA which showed that many organizations 
do not have the human resource capabilities that are required to establish new growth. 
Instead, managers are only focusing on their current work without ever looking forward to 
improving their knowledge and experience by opening new businesses. Moreover, when 
maintaining intrapreneurship operational skills related to problem solving, process 
implementation should be developed for both employees and managers to overcome 
obstacles. Organizations need intrapreneurial leaders who have the knowledge and have 
practiced their skills in the market. Finally, intrapreneurial leaders should have sustained 
commitment to turn that knowledge into a valid source that organizations can take 
advantage of to create growth. Individuals and managers can drive the future growth of 
organizations when unfamiliar circumstances occur by developing and maintaining 
intrapreneurship.  
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 A study showed that developing an intrapreneurial leader requires a three-phase 
model of innovation which focuses on demonstrating the relationships between product 
development, service delivery, and application of intrapreneurship-focused teams in the 
manufacturing and healthcare industries. The model begins with effective teambuilding 
and encompasses the relationship between product and service as a platform to develop 
effective innovation. In addition, the model emphasis is on service and manufacturing 
environments. The first phase is composed of developing and establishing an effective 
intrapreneurial team. This comprises four levels: personal (linked to trustworthiness), 
interpersonal (linked to trust), managerial (related to empowerment), and finally, 
organizational (linked to alignment). In the second phase the team applies the PDSA (plan, 
do, study, and act) model as a knowledge-based method of innovation where at each stage 
questions are being asked to employees. In the third phase, product development is attained 
through emerging knowledge until the level of development is maintained. The results of 
the study showed that effectively developed intrapreneurial teams are lacking in 
investigating service delivery, but when this is resolved, it will lead to new and enhanced 
services. Consequently, new development services will lead to a revolution of new 
products. The Deming’s PDSA cycle model was conducted to show the required time for 
each stage of innovation. Moreover, it combines the development of knowledge, 
innovation, and management (Gapp & Fisher, 2007).  
Felicio, Ricardo, and Caldeirinha, (2012) conducted a study in 217 medium-sized 
Portuguese companies, the purpose of which was to study the influence of intrapreneurship 
on the companies’ performance. The findings of the study supported the hypothesized 
relationships between intrapreneurship, job satisfaction, and growth. 
 15 
 
There are different ways to encourage and facilitate intrapreneurship where 
employees should be provided with a specified time during which they can develop new 
business-innovative ideas with their managers. Organizations should build cross-functional 
teams where they supervise innovative projects through different steps. Finally, 
organizations must develop competition between their employees in order to get others 
involved and at the same time generate more innovative ideas (Wagner, 2012).  
Alpkan, Bulut, Gunday, Ulusoy, and Kilic (2010) conducted a study in Turkey on 
184 manufacturing companies which showed that organizations should establish a suitable 
internal environment for intrapreneurship and recommended the following: 
1. Management should support employees to generate and develop new ideas. 
2. Companies should allocate free time for employees. 
3. Managers should decentralize the level of decision making to their subordinates. 
4. Incentives and rewards must be used in an appropriate way. 
5. Companies should encourage intrapreneurs to implement their projects even if they 
fail. 
Whitney (2018) revealed that organizations should apply effective project 
management tools to manage the risks of intrapreneurial activities and to mentor their 
employees. In addition, recruiting cross-functional teams that are fully aware of 
intrapreneurship will help organizations to find and implement innovative ideas. 
2.5 Potential Elements and Outcomes of Intrapreneurship 
Heinonen and Korvela (2014) conducted a study to discuss the concept of 
intrapreneurship, specifically the outcomes and prerequisites. The objective of the study 
was to examine the potential elements and outcomes of intrapreneurship based on previous 
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Figure 3. Intrapreneurship Prerequisites and Outcomes, adapted from Heinonen and 
Korvela (2014). 
research where 184 employees were surveyed.  Correlation analysis was conducted to study 
the relationship between the potential elements of intrapreneurship prerequisites and 
outcomes. The results showed a positive relation of 0.4 between the prerequisites and 
outcomes of intrapreneurship.  
Figure 3 shows the intrapreneurship prerequisites, outcomes, and phenomena. 
Environment is an important factor impacting intrapreneurship. Management can facilitate 
and participate within intrapreneurship. Organizational culture is comprised of the risk 
taking, innovation, creativity, learning, and change found within the organization. 
Moreover, organizational setting includes how the work is organized in the company, how 
the power is divided, and how work is divided.  The potential intrapreneur has the 
individual skills and capabilities that are required from him in intrapreneurship.  
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2.6 Intrapreneurship Dimensions 
Anotonic and Hisrich (2003) stated that the intrapreneurship characteristics 
dimensions are: 
1. Business venturing. This is a noticeable characteristic in intrapreneurship since 
it results in the creation and formation of new businesses within an existing 
organization. 
2. Product or service innovation. This refers to product and service innovation 
that stresses growth and innovation in technology. It consists of new product 
development, product improvement, and new production procedures.  
3. Self-renewal. This consists of transforming the organization through renewing 
the keys ideas underlying the formation of the organization.  
4. Proactiveness. This means taking the initiative to conduct new marketing and 
engage in new opportunities. 
5. Risk taking. This dimension refers to the fast commitment of resources, the 
agility to take actions, and recognizing opportunities and responding to them.   
6. Competitive aggressiveness. This is related to how a firm challenges its 
competitors and how it competes with its rivals aggressively.  
Antoncic (2007) demonstrated that intrapreneurship has four dimensions: new business 
venturing, innovativeness, self-renewal, and proactiveness.  
Haase, Franco, and Félix (2015) examined the interface between organizational 
learning and intrapreneurship and the relationship between them. The results showed that 
there are four dimensions of intrapreneurship and organizational learning, which are 
organizational culture, organizational structure, knowledge sharing, and leadership. Table 
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3 demonstrates the relation between organizational learning and intrapreneurship, and it 
reflects the attitudes that firms can implement in their organizations. 
 
 
Table 3: Relation Between Organizational Learning and Intrapreneurship, adapted from 
(Haase, Franco, & Félix, 2015) 
 Dimensions Attitudes and Behavior 
Organizational Learning Organizational culture 
Involvement, participation, decision 
making, trust, dialogue, 
communication, adaptation to 
change, experimentation 
Intrapreneurship 
-Environment open to change 
-Proactiveness 
-Creativity and innovation 
-Risk taking 
Organizational Learning Organizational structure Teamwork, interaction, close 
relationship, collaboration, 
flexibility, networking 
Intrapreneurship Informal organization structure 
 
 
Skarmeas, Lisboa, and Saridakis (2016) stated that there are four intrapreneurial 
dimensions, which are new business venturing, innovativeness, self-renewal, and 
proactiveness. There are also crucial market-learning capabilities, which are export market 
exploitation and exploration. Figure 4 is a research model that depicts the four 
intrapreneurship dimensions and depicts how market learning capabilities result in high 
export market efficiency as well as projected export performance. The study results support 
the theoretical framework.  
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A study was conducted in Slovenia in 149 firms, and 671 employees responded 
to questionnaires sent to them. The findings showed that there is a hypothesized 
relationship between intrapreneurship, employee satisfaction, and testing the impact 
of employee satisfaction on firm growth. The questions were based on the dimensions 
of general employee satisfaction comprising working hours, work conditions, and 
reputation. Moreover, employee relationships primarily include the relationship with 
co-workers. The dimension benefits and organizational culture include salary, 
remuneration in the form of benefits, promotion, job stability, education, organizational 
climate, and culture. The fourth dimension is employee loyalty. The employee satisfaction 
construct was examined through the R-type factor dimension using the SPSS software. The 
study showed and confirmed the importance of employee satisfaction for intrapreneurship 
and firm growth (Antoncic & Antoncic, 2011). 
A study was conducted in Pakistan that was concerned with intrapreneurship and 
contained two dimensions: relationship between organizational factors and 
intrapreneurship and individual antecedents of entrepreneurship. These will be evaluated 
using the dimensions of innovativeness, which means generating new ideas, and risk 
Figure 4. Intrapreneurship Dimensions, adapted from (Skarmeas et al., 2016). 
Intrapreneurship:
-New business 
venturing
-Innovativeness
-Self-renewal
-Proactiveness
Capabilities:
-Export market 
exploitation
-Export market 
exploration 
Performance:
-Export market 
effectiveness
-Future export 
performance
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taking, which is defined as a person who takes the risk of loss or profit. The study used the 
partial least square tool using structural equation modeling. Composite reliability, average 
variance, and discriminant validity were used in this study. The results showed a positive 
relationship between affective commitment and normative commitment (Farrukh, Chong, 
Mansori, & Ramzani, 2017). Table 4 shows different intrapreneurship dimensions that are 
discussed in different studies. 
 
 
Table 4: Intrapreneurship Dimensions 
Serial References Context of Study Intrapreneurship Dimensions 
1 
Anotonic and Hisrich 
(2003) 
USA 
Six dimensions: business venturing, 
product or service innovation, self-renewal, 
proactiveness, risk taking, competitive, 
aggressiveness 
2 Antoncic (2007) Slovenia 
Four dimensions: new business venturing, 
innovativeness, self-renewal, proactiveness 
3 
Haase, Franco, and Félix 
(2015) 
Portugal 
Four dimensions: organizational culture, 
organizational structure, knowledge sharing, and 
leadership 
4 
Skarmeas, Lisboa, and 
Saridakis (2016) 
Portugal 
Four dimensions: new business venturing, 
innovativeness, self-renewal, and proactiveness 
5 
Antoncic and Antoncic 
(2011) 
Slovenia 
Four dimensions: employee satisfaction, 
employee relationships, organizational culture, 
and employee loyalty 
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2.7 Intrapreneurship Barriers  
Intrapreneurship barriers contain two major forms internal and external barriers. 
There are different internal barriers that affect intrapreneurial development: 
2.7.1 Intrapreneurship Internal Barriers 
1-Internal Resistance: 
This refers to resistance on the part of management and/or employees. It occurs 
when they completely disregard the idea of innovation or partially resist it (Bridge, O'Neil, 
& Crombie, 1998). Individuals sometime refuse to change, as they have already put their 
effort into their assigned job (Devarajan, Ramachandran, & Ray, 2006).  Moerdyk and 
Fone (1987) mentioned three main factors that affect resistance, which are individual self-
interest, personality structure, and persuasion of social psychology. Hill (2003) stated that 
another reason to resist change is that the future is uncertain, and resistance can affect the 
structure of the existing power.  
2-Lack of Training: 
Lack of training is another obstacle that employees face, especially when there is 
an opportunity for them to become intrapreneurs. This can be overcome in some aspects, 
such as training them in creativity and how intrapreneurs launch and accomplish their 
projects successfully (Zimmerman, 2010).  
3-Organization Policies: 
Robert (1998) mentioned that within the organization there are some policies that 
stand as an obstacle for intrapreneurs to develop, such as bias against younger employees 
to mentor new projects and difficulty providing financial support and sponsorship.  
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4-Lack of Required Support:  
Whitney (2018) argued that intrapreneurs can be perceived as a threat to managers 
and leaders, so they will not have the required support; hence, it will negatively affect their 
innovative ideas.  
5-Inflexibility: 
There are well established organizations that are not flexible with regard to 
intrapreneurship (McDermott & O'Connor, 2002). The organization may be reluctant to 
enter a new and unfamiliar field, and they may fear the risk of failing (Salarzehi & 
Forouharfar, 2011).   
6-Lack of Incentive: 
McDermott and O'Connor (2002) stated that there are organizations that do not 
provide rewards for intrapreneurs, even though employees see them as an incentive to 
develop and find new ideas. Moreover, not compensating the thoughts of intrapreneurs 
stands as a barrier to intrapreneurship. 
7-Static Nature of Organization: 
 It is hard to get support from organizations if they support only low-risk 
opportunities and radical innovations (McDermott & O'Connor, 2002). Whitney (2018) 
mentioned that innovative projects are risky compared to non-innovative projects in that 
they are difficult to maintain financially and psychologically; consequently, this can lead 
to project delay.  
8-Lack of Financial Resources: 
Hoskisson, Hitt, and Hill (1993) stated that lack of financial resources within 
organizations affects support for innovations as well as intrapreneurship.  
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9-Organization Inherent Nature:  
Fry (1993) stated that another factor is the inherent nature of large organizations, 
as intrapreneurs might face difficulty in demonstrating their ideas if the firm has been 
established for a long time.  
10-Lack of Intrapreneurial Talent: 
Fry (1993) mentioned that lack of intrapreneurial talent is a barrier since it is 
difficult for non-intrapreneurs to work on projects and drive them to success.  
11-Culture: 
Meg and Roberts (2011) stated that culture is a major issue in organizations where 
an individual might be blamed in the future for the failure of the project that he or she has 
proposed.  
2.7.2 Intrapreneurship External Barriers: 
On the other hand, intrapreneurship is affected by external barriers such as 
regulatory barriers and market forces.  
1- Regulatory Barriers: 
Regulatory barriers include government regulations and policies for evaluating 
innovation (Michalski, 2006). When the government has certain regulations that affect 
intrapreneurship, companies will be reluctant to apply it. Political factors constitute another 
regulatory barrier and are a major issue to consider; these include political stability, 
currency stability, and legal restriction (Michalski, 2006). This will affect the decisions for 
applying intrapreneurship in a company. Sadler (2000) stated that in public sector 
organizations, there is a lack of intrapreneurship compared to private sectors. 
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2-Market Forces:  
Market forces are composed of market sales, population demographics, industry 
structure, and barriers to entry (Piatier, 2004). When there is weak industry structure, and 
high barriers to entry; hence, level of demand in intrapreneurship will be affected. 
2.8 Intrapreneurship Enablers:  
Intrapreneurship has crucial enablers which support organizations and their 
position in the industry. It has numerous competitive advantages, such as increasing the 
revenue of the organization by establishing innovative products and services for which the 
company gains the greater portion of the revenue. 
1-Creativity: 
In order for organizations to be innovative, harmony between organizations’ aims 
and employees’ creativity should be established (Daft, 2005).  Organizations will save on 
research and development costs since they will have intrapreneurs who are eager to work 
and search for new products or services instead of investing copious amounts of money 
training and developing R&D for staff. Intrapreneurship helps the company to be 
innovative; consequently, the company will sustain itself in the future (Gursoy & Guven, 
2016). 
2-Intrapreneurial approach: 
When a company has an intrapreneurial approach, it develops employees’ talents 
in such a way that they will be committed to the organization’s projects, products, or 
services (Brigic & Umihanić, 2015). 
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3-Organization Support: 
Organizations that support the intrapreneurial mindset attract external talent to the 
company. These employees will search for companies that support creativity and 
innovation; hence, they will choose to work with intrapreneurial companies rather than 
ordinary organizations (Kenney & Mujtaba, 2007).   
4-Proactive Employees: 
Employees who are proactive seek benefits and add them to the business by taking 
initiative and recognizing new opportunities (Darling, Gabrielsson, & Seristo, 2007).  
Intrapreneurs will be responsible for the research on their intrapreneurial ideas, so this will 
save the company money compared to spending it on marketing research. Furthermore, 
organizations are afforded the opportunity from intrapreneurs to expand their product lines, 
and this will increase product differentiation and profitability (Kenney & Mujtaba, 2007). 
2.9 Research Hypothesis 
To evaluate the research objectives of this study, the following hypotheses are 
proposed: 
H01: There is no significant correlation between intrapreneurship prerequisites and 
outcomes. 
Ha1: There is a significant correlation between intrapreneurship prerequisites and 
outcomes. 
H02: Public sector organizations in Qatar have no lack of intrapreneurship implementation 
compared to private sectors. 
Ha2: Public sector organizations in Qatar have a lack of intrapreneurship implementation 
compared to private sectors. 
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H03: Intrapreneurship does not positively influence perceived customer satisfaction. 
Ha3: Intrapreneurship positively influences perceived customer satisfaction. 
H04: Intrapreneurship does not positively influence job satisfaction. 
Ha4: Intrapreneurship positively influences job satisfaction. 
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CHAPTER 3: RESEARCH METHODOLOGY 
This research was conducted in two phases. The first phase focused on three 
objectives and utilized a questionnaire-based survey. In the second phase, the last objective 
of the research was achieved utilizing an Interpretive Structural Modeling approach. 
3.1 Questionnaire Study 
A questionnaire is a research tool that contains set of questions intended to collect 
information and data from the participants for a study purpose. It can be quantitative or 
qualitative and is a mix of closed-ended questions and open-ended questions. A 
questionnaire is a subset of a survey that is conducted on a target audience (Ponto, 2015). 
On the other hand, a survey is a collection of data from a sample of people based on their 
responses to questions. Closed-ended questions are analyzed using pie charts and bar 
charts, whereas open-ended questions are analyzed using qualitative methods and analyses 
without using numbers (Dudovskiy, 2018).  
3.1.1 Types of Questionnaire 
1. A structured questionnaire collects quantitative data. Its purpose is to collect 
specific data, and it contains a formal enquiry to validate the hypothesis.  
2. An unstructured questionnaire collects qualitative data. It has a basic structure and 
does not limit the participant response since it is composed of open-ended 
questions.  
3. In a telephone questionnaire, the researcher calls participants to ask them the 
questions. It is expensive, and respondents do not feel comfortable.  
4. With an in-house questionnaire, the researcher visits the participants at their 
workplaces or houses. It is more focused toward the questions, but it is time 
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consuming, and respondents may not participate. 
5. A mail questionnaire takes place when the researcher sends the questions through 
the mail to the participants. It is inexpensive, and the timing is efficient. The 
researcher gets more accurate answers since respondents answer the questions in 
their free time. On the other hand, some participants may not respond to the 
questionnaire (Dudovskiy, 2018).  
The main types of questions in the questionnaire are as follows: 
1. Open-ended questions: These are used to collect qualitative data, and respondents 
can answer freely without any restrictions. 
2. Dichotomous questions: These are closed-ended questions where the participants 
answer either yes or no.  
3. Multiple-choice questions: These are closed-ended questions where the participants 
can choose one or multiple answers depending on the question requirement.  
4. Scaling questions: These widely used where the respondents rank the answers on a 
scale from 1 to 5 (Dudovskiy, 2018). 
3.1.2 Issues to Consider  
1. Order of questions and wording of items: Questions that include emotions should 
not be placed at the beginning. The wording of the questions should not include 
abbreviations, technical jargon, or slang. Moreover, each question should include a 
single idea and be short and simple. Participants prefer to answer simple questions 
rather than complex questions. Questions that are biased, double-barreled, personal, 
and ambiguous should be avoided, as respondents will get confused and the answers 
will not be accurate (Colosi, 2006).  
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2. Formatting and arranging items: With open-ended questions it is hard to group the 
information, as answers will be based on the participants’ own perspectives, 
whereas closed-ended questions provide a summary of information collected and 
reduce bias. In addition, they are easy to analyze compared to open-end questions.  
Questions should be ordered based on general information first followed by specific 
information, then from factual to abstract, and from easy to difficult (Stehr-Green 
& Nelson, 2003).  
3. Questionnaire administration: The questionnaire can be distributed by email, 
interviews, or telephone. The best method of distributing the questionnaire depends 
on the participants. It is crucial to collect the right information from the right 
participant, in the right time, and using the right method (Leung, 2001). 
4. Using an existing questionnaire: In order to increase reliability and validity, it is 
recommended to use an existing questionnaire along with the same instruments to 
fit the situation with regard to time, place, and population. The pros of this approach 
are that it is cost effective and knowledge is accumulated. Moreover, it should 
correspond to the specific population characteristics, setting, time, and place 
(Youngshin, Youn-Jung, & Doonam, 2015).  
This study used an existing questionnaire from a study titled ‘How about 
Measuring Intrapreneurship,’ conducted by Heinonen and Korvela in 2014, and 
paraphrased the content of it to fulfill the study objectives. 
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3.1.3 Study Sample 
This research focused on employees who work in governmental, private, and semi-
governmental organizations in Qatar.  Cluster sampling was used were various segments 
of the population were treated as clusters. Each cluster had represented employees that 
work in different organizations in Qatar. A questionnaire was prepared that was 
characterized by closed-end questions in which all of the above issues stated in this 
research were considered. The questionnaire included demographic information and 
measured intrapreneurship. The questionnaire was prepared online using Qualtrics 
software and was distributed to workers in Qatar in different organizations, of which 114 
responded. Four of the questionnaires were excluded, as some the questions were not 
answered, which yielded to a total of 110 responses. 
3.1.4 Questionnaire Validity 
The QU-IRB Committee verified and reviewed the questionnaire to make sure that 
it met the desired ethical standard. This research paper has the ethical approval number 
QU-IRB 1046-E/19. The questionnaire was conducted from a previous study and was 
reviewed by two academics and two industry people. 
3.1.5 Questionnaire Reliability 
To measure the reliability of the main dimensions of this study and the 
questionnaire in general, Cronbach’s alpha was calculated (Laerd, 2019). Cronbach’s alpha 
measures internal consistency or reliability and is commonly used for scale questions. 
Table 5 shows that the Cronbach’s alpha is 0.973, which is more than 0.7, and it indicates 
a high level of internal consistency for the scale questions with the specified sample of 110. 
This means that the scale questions that were used in the questionnaire are reliable. 
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Table 5: Cronbach’s Alpha Reliability Statistics 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's Alpha Based 
on Standardized Items 
N of Items 
.973 .972 63 
 
 
3.1.6 Data Sources 
This research paper includes primary data collected through the distributed online 
questionnaire and demonstrating ISM model. In addition, secondary data was fulfilled 
through extensive research on previous studies, journals, websites, and articles. The 
questionnaire’s purpose was to measure the intrapreneurship level of organizations in Qatar 
and to find the correlation between the potential prerequisites and outcomes of 
intrapreneurship. The questionnaire was composed of two parts. The first part collected 
demographic information, and the second part measured intrapreneurship on a scale from 
one to five. The second part was composed of two subparts, which were potential 
prerequisites of intrapreneurship and potential outcomes of intrapreneurship. The potential 
prerequisites of intrapreneurship contained seven variables: measuring encouragement by 
management and organization, individual motivation, transparency and openness, 
individual capability, working environment, innovation encouragement, and development. 
On the other hand, the potential elements of intrapreneurship included the following 
variables: job satisfaction, perceived customer satisfaction, and external satisfaction in 
work. The questionnaire that was used in this study is available in Appendix A. 
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3.1.7 Data Collection Method  
The data was collected using Qualtrics, which is a web-based survey tool that can 
be distributed online through a link. Qualtrics is used to write surveys containing different 
types of questions and then distribute them, analyze the responses, and make reports. The 
main advantage of Qualtrics is that the data collected can be directly exported into SPSS, 
Word, and Excel so that further analyses can take place. 
3.1.8 Statistical Methods 
The following statistical tools were used in this project in conjunction with the 
software IBM SPSS Statistics 25: 
1. Cronbach’s alpha was used to measure the reliability of the scaling questions on a 
specified sample.   
2. Descriptive statistics was used to determine the mean, frequency, and percentage 
of the available data. 
3. Pearson’s correlation coefficient was used to determine if there was a correlation 
between the variables, as well as the strength and direction of the correlation. 
4. An independent sample t-test was used to compare the means of two unrelated 
groups in which there was a dependent and independent variable. The dependent 
variable should be measured on a continuous scale, whereas the independent 
variables included two category groups that were independent.  
3.2 ISM Methodology 
In this research the ISM methodology was used to determine the relation and link 
between the barriers affecting intrapreneurship. An ISM model is developed based on the 
effect direction of each variable. First, the barriers are identified with numbers, then each 
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relation is represented by one of these letters based on the effect direction: A, V, O, and X, 
as shown in the SSIM table. Moreover, each letter is converted to binary numbers, either 0 
or 1. The next step is to establish the transitivity matrix followed by the final reachability 
matrix that computes the driving power and dependence power. In addition, each level of 
barriers depends on the intersection between the reachability set and antecedent list. When 
the intersection contains the same barriers as the reachability set, then the first level is 
determined. Then these barriers that are in the intersection are removed. The steps are 
repeated until the final level of barriers is presented. Figure 5 presents the flow chart for 
ISM model. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 5. Flow Chart for ISM Model 
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3.2.1 General Discussion on ISM: 
 
ISM is used in different industries around the globe. A variety of studies was 
conducted using interpretive structural modeling to identify the barriers or risks that affect 
the study and the dominant factor. Bouzon, Govindan, and Rodriguez (2015) mentioned 
that ISM modeling is used to evaluate the barriers that affect reverse logistics in Brazil’s 
mining and mineral industry. Reverse logistics refers to reducing the raw materials used in 
the production system. Policy barriers have the greater influence in reverse logistics. 
Valmohammadi and Dashti (2016) developed an ISM model to evaluate the barriers 
affecting the implementation of e-commerce in Iran. Venkatesh, Rathi, and Patwa (2015) 
conducted a study in India to analyze the risks that affect the retail supply chain. Yadav 
and Barve (2015) determined the dominant factor that affects the humanitarian supply 
chain in India using an ISM model. Panahifar, Byrne, and Heavey (2014) used an ISM 
model to determine the barriers that affect collaborative planning, forecasting, and 
replenishment (CPFR) implementation in organizations where a lack of visible and 
effective leadership is the dominant factor. Table 6 depicts the application of ISM in 
different areas.   
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Table 6: The Application of ISM in Different Areas 
Serial References Context of Study Application of ISM in Different Areas  
1 
Bouzon, Govindan, 
and Rodriguez 
(2015) 
Brazil 
ISM evaluated the barriers that affect reverse 
logistics in Brazil’s mining and mineral industry. 
The ISM model showed that the policy barrier has 
the greater influence among all other barriers that 
affect reverse logistics implementation in Brazil. 
2 
Valmohammadi, 
and Dashti (2016) 
Iran 
ISM was used to identify the barriers that affect the 
implementation of e-commerce in an Iranian 
industrial group. Lack of awareness regarding the 
benefit and nature of electronic commerce was the 
most crucial barrier that affects e-commerce 
implementation. 
3 
Venkatesh, Rathi, 
and Patwa (2015) 
India 
The ISM model analyzed the risks that affect the 
retail supply chain in India. The strong drivers that 
affect the retail supply chain are globalization, 
behavioral aspects of employees, and security and 
safety. 
4 
Yadav, and Barve 
(2015) 
India 
The ISM model was used to determine the 
dominant factor that affects the humanitarian 
supply chain that improves disaster relief practices. 
It has proved that governmental policies and 
organizational structures plays a dominant factor. 
5 
Panahifar, Byrne 
and Heavey (2014) 
Ireland 
The ISM model was implemented to analyze the 
barriers that affect CPFR implementation in 
organizations. It showed that the lack of visible 
and effective leadership was the dominant 
factor. 
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CHAPTER 4: RESEARCH FINDINGS 
4.1 Demographic Analysis 
This chapter shows the research findings for which statistical tools that were 
described in the previous chapter are implemented. Table 7 shows the demographic 
analysis of the study in which there are seven variables and each variable measures a certain 
demographic aspect. The first variable is gender, where 28% are males and 72% are 
females. The second variable depicts that 46% of the sample are Qatari and 54% are non-
Qatari.  
Moreover, the level of education is divided into four levels: high school, 
undergraduate degree, graduate degree, and any additional qualification. The study showed 
that most of the sample (50%) holds a graduate degree, 28% holds an undergraduate degree 
at 28%, and finally PhDs represent 14% of the sample. The least represented is high school, 
at only 8% of the sample. This shows that the sample is highly educated and therefore will 
show a good combination of answers related to intrapreneurship. The age group 
demographics showed that the largest group is between 36 and 46 representing 39% of the 
sample. This is similar to the 25–35 group, which constitutes 38%. The age group 47–57 
represents 16% of the data, and age 58 or above represents 5%. The age group 18–25 is the 
lowest, representing only 2%. This shows that the majority of the employees are relatively 
young, which suggests that there is time for intrapreneurship to be developed in 
organizations in Qatar.   
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Table 7: Demographic Variables of Study Sample 
Variable   Frequency Percentage 
Gender Male 31 28.18% 
Female 79 71.82% 
Nationality Qatari 51 46.36% 
Non-Qatari 59 53.64% 
Level of Education High school 9 8.18% 
Undergraduate degree 31 28.18% 
Graduate degree 55 50.00% 
Any additional qualification 15 13.64% 
Age 18–25 2 1.82% 
25–35 42 38.18% 
36–46 43 39.09% 
47–57 18 16.36% 
58 or above 5 4.55% 
Years of experience Less than 5 years 18 16.36% 
5–10 19 17.27% 
11–15 29 26.36% 
16–20 21 19.09% 
More than 20 years 23 20.91% 
Job Level Staff 43 39.09% 
First-level management 13 11.82% 
Middle-level management 35 31.82% 
Executive management 19 17.27% 
Type of Organization Private 52 47.27% 
Government 38 34.55% 
Semi-government 20 18.18% 
 
 
Figure 6 indicates the years of working experience of the employees. The sample 
of the study shows that the largest group has 11–15 years of experience, representing 26%, 
and the next largest group has more than 20 years of working experience at 21% of the 
sample. Workers with 16–20 years represent 19%, those with 5–10 years represent 17%, 
and the last group has less than five years of working experience at 16% of the sample. It 
can be concluded that the employees who participated in this questionnaire are 
knowledgeable and experienced in their working environment. 
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Figure 6. Years of working experience  
 
 
Job level is another variable that is important to intrapreneurship represented in 
Figure 7, where 39% of the employees are staff, 32% are middle-level management, 17% 
are executive management and 12% are first-line management. The middle and executive 
management are well represented, hence; the possibility of implementing intrapreneurship 
can be increased as their levels of authority within their organizations are high.  This 
indicates that the job level is also diversified in this research.  
 
 
 
 
 
 
 
 
 
 
 
Figure 7. Job Level  
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Figure 8 represents the types of organizations where the employees work. The types 
of organizations are private, governmental, and semi-governmental organizations. Most of 
the participants (47%) work in private organizations, 35% work in the government sector, 
and 18% work in the semi-government sector.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 8. Type of organization  
 
 
4.2 Analysis of Questionnaire Based Study 
The empirical study includes the means for each of the potential prerequisites and 
outcomes of intrapreneurship, and they are ranked based on the variable with the higher 
mean. In addition, a statistical analysis using SPSS software was conducted in this study 
to analyze the variables and test the hypotheses using correlation coefficient and an 
independent sample t-test. Tables 8 and 9 depict the means of each variable where the 
highest mean in the potential prerequisites is the development variable, with a mean of 4.2, 
and the lowest mean is the innovation encouragement variable, which is 3.484. On the other 
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hand, the mean potential outcomes of intrapreneurship are in the range between 3.74 and 
3.96. It can be shown that the mean of the sample size of 110 represents a majority of 
positive answers whether they agree or strongly agree for both potential prerequisites and 
outcomes of intrapreneurship.  
 
 
Table 8: Mean of Potential Prerequisites of Intrapreneurship 
 
Potential prerequisites of intrapreneurship: n = 110, scale 1 to 5 Mean Rank 
First Variable: encouragement by management and organization 3.6 5 
Second Variable: individual motivation  4.167 2 
Third variable: transparency and openness  3.561 6 
Fourth Variable: individual capability  3.869 3 
Fifth Variable: working environment  3.704 4 
Sixth variable: innovation encouragement 3.484 7 
Seventh variable: development  4.2 1 
 
 
Table 9: Mean of Potential Outcomes of Intrapreneurship 
 
Potential outcomes of intrapreneurship n = 110, scale 1 to 5 Mean Rank 
First Variable: job satisfaction 3.9636 1 
Second variable: perceived customer satisfaction 3.7403 3 
Third variable: external satisfaction in work 3.7545 2 
 
 
To test the validity of the data and to find the relation between the prerequisites and 
outcomes of intrapreneurship, the Pearson correlation coefficient is applied using software 
IBM SPSS Statistics 25. The variables are intervals so the correlation test can be applied. 
Moreover, Table 10 shows that all correlation results between the prerequisites and 
outcomes of intrapreneurship is significant at the 0.01 level two-tailed, which indicates that 
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there is a relation between them. The sample size N is 110 and the p-value is less than 0.05, 
which means it is statistically significant. The correlation shows the strength and the 
direction between the variables. The correlation is positive for all the prerequisites of 
intrapreneurship variables and the outcomes of intrapreneurship variables.  
 
 
Table 10: Pearson’s Correlation Between the Prerequisites and Outcomes of 
Intrapreneurship  
  
Job 
Satisfaction 
Perceived 
Customer 
Satisfaction 
External 
Satisfaction 
in Work 
Encouragement by management and organization .675** .592** .569** 
Individual motivation  .552** .402** .364** 
Transparency and openness  .780** .664** .680** 
Individual capability  .740** .602** .549** 
Working environment  .748** .608** .701** 
Innovation encouragement .694** .624** .684** 
Development  .763** .721** .670** 
**. Correlation is significant at the 0.01 level (2-tailed) 
 
 
From the Pearson correlation test in Table 10, it can be shown that the highest 
correlation is 0.78, which is between the prerequisite transparency and openness and the 
intrapreneurship outcome job satisfaction, and it is a strong and positive correlation.  The 
lowest positive correlation is 0.364, which is a weak correlation between the 
intrapreneurship prerequisite of individual motivation and the intrapreneurship outcome of 
external satisfaction in work. 
 The strong positive correlation ranges from 0.6 to 0.8. From Table 10, a number 
of strong correlations is shown between the prerequisites and outcomes of intrapreneurship. 
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The correlation between prerequisite transparency and openness and intrapreneurship 
outcome job satisfaction is 0.78. The correlation between the prerequisite development and 
intrapreneurship outcome job satisfaction is 0.763. Then, the correlation of prerequisite 
working environment and intrapreneurship outcome job satisfaction is 0.748. Moreover, 
there is a strong positive correlation of 0.740 between the prerequisite individual capability 
and intrapreneurship outcome job satisfaction. Another strong correlation of 0.721 is found 
between prerequisite development and intrapreneurship outcome perceived customer 
satisfaction. Working environment and external satisfaction in work have a correlation of 
0.701, and between innovation encouragement and intrapreneurship outcome job 
satisfaction there is a correlation of 0.694. Innovation encouragement and external 
satisfaction in work have a correlation of 0.684, which is similar to the correlation 0.680 
between the intrapreneurship prerequisite of transparency and outcome openness and 
external satisfaction in work. Encouragement by management and organization and job 
satisfaction have a correlation of 0.675. In addition, development and external satisfaction 
in work have a correlation of 0.670. Transparency and openness and perceived customer 
satisfaction have a correlation of 0.664. The innovation encouragement and perceived 
customer satisfaction correlation is 0.624. Working environment and perceived customer 
satisfaction correlation is also strong at 0.608. The last strong correlation is 0.602, and that 
is between the intrapreneurship prerequisite of individual capability and the outcome of 
perceived customer satisfaction. 
There are also positive moderate correlations that range between 0.4 and 0.6, which 
is the case in the following variables: encouragement by management and organization and 
perceived customer satisfaction have a correlation of 0.592; encouragement by 
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management and organization and the outcome of intrapreneurship perceived customer 
satisfaction have a correlation of 0.569; The variable individual motivation and job 
satisfaction have a correlation of 0.552; the prerequisite individual capability and the 
outcome external satisfaction in work have a correlation of 0.549; and finally, individual 
motivation and perceived customer satisfaction show a positive moderate correlation of 
0.402.  
Weak correlation occurs within the range of 0.2 to 0.4. For instance, the correlation 
between individual motivation and the intrapreneurship outcome external satisfaction in 
work is 0.364. 
4.3 Hypothesis Testing: 
The first null hypothesis states that there is no significant correlation between 
intrapreneurship prerequisites and outcomes, while the alternate hypothesis states that there 
is significant correlation between intrapreneurship prerequisites and outcomes. By using 
the Pearson’s correlation coefficient in Table 10, it can be concluded that there is a 
significant correlation between the intrapreneurship prerequisites and outcomes. The p-
value is less than 5%, and there is significant correlation between the intrapreneurship 
prerequisites and outcomes, so the null hypothesis is strongly rejected. The correlation is 
positive for all variables and it is a strong correlation for most of the variables since the 
correlation is between 0.6 and 0.8. To conclude, there is significant correlation between 
intrapreneurship prerequisites and outcomes in Qatar. 
The second null hypothesis states that public sector organizations in Qatar have no 
lack of intrapreneurship implementation compared to private sectors. On the other hand, 
the alternative hypothesis states that public sector organizations in Qatar have a lack of 
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intrapreneurship implementation compared to private sectors. To evaluate this hypothesis, 
the independent sample t-test is conducted since there are two groups: the private sector 
and the public sector. The intrapreneurship variable is calculated in two steps. The first 
step is composed of computing the total answers to all questions under each variable. The 
second step is to sum up all the variables including both the prerequisite and outcome 
variables to get the intrapreneurship. Moreover, the independent variable is the type of 
organization, which is either private or public, and the dependent variable is the 
intrapreneurship. Levene’s test is used to assess the equality of variances for variables of 
two groups. The t-test for equality of means compares the means and depicts whether they 
are different from each other. 
By performing the independent sample t-test that is shown in Table 11A, the 
following variables are statistically significant since they are less than 5%: encouragement 
by management and organization (0.024), individual motivation (0.012), and individual 
capability (0.038). These three variables have higher means in the private sector compared 
to the public sector as provided in Table 11B. For instance, the mean of encouragement by 
management and organization for private organizations is 37.8846, which is higher 
compared to the mean of public organizations at 33.7895. The mean of individual 
motivation for private organizations is 21.7308, which is higher compared to the mean of 
public organizations at 19.7368.  Finally, the mean of individual capability for private 
organizations is 20.1346, and it is higher compared to the mean of 18.4474 of public 
organizations.  The null hypothesis is rejected since the public organizations have a lack of 
intrapreneurship implementation compared to private organizations. To conclude, there is 
a difference in the intrapreneurship level between private and public sector in Qatar.  
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Table 11A: Independent Sample t-test 
Independent Samples Test 
 
Levene's Test for 
Equality of Variances t-test for Equality of Means 
F p-value t df p-value 
Mean 
Difference 
Encouragement by 
management and 
organization 
Equal variances 
assumed 
.167 .684 2.298 88 .024 4.09514 
Individual motivation Equal variances 
assumed 
.075 .785 2.561 88 .012 1.99393 
Transparency and 
openness 
Equal variances 
assumed 
.937 .336 .694 88 .490 .73381 
Individual capability Equal variances 
assumed 
.114 .736 2.103 88 .038 1.68725 
Working environment Equal variances 
assumed 
.434 .512 .276 88 .783 .29960 
Innovation 
encouragement 
Equal variances 
assumed 
.007 .935 .220 88 .827 .18522 
Development Equal variances 
assumed 
.029 .864 .517 88 .606 .25506 
Job satisfaction Equal variances 
assumed 
1.231 .270 1.525 88 .131 1.54656 
Perceived customer 
satisfaction 
Equal variances 
assumed 
.001 .974 -.659 88 .512 -.68927 
External satisfaction 
in work 
Equal variances 
assumed 
2.345 .129 -.057 88 .954 -.02126 
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Table 11B: Group Statistics 
 Private Government 
 
Mean 
Std. 
Deviation 
Std. 
Error 
Mean 
Mean 
Std. 
Deviation 
Std. 
Error 
Mean 
Encouragement by 
management and organization 
37.8846 8.19769 1.13681 33.7895 8.55241 1.38738 
Individual motivation 21.7308 3.62516 0.50272 19.7368 3.6811 0.59715 
Transparency and openness 21.8654 5.16788 0.71666 21.1316 4.6509 0.75448 
Individual capability 20.1346 3.52598 0.48896 18.4474 4.05834 0.65835 
Working environment 26.1154 5.15886 0.71541 25.8158 4.98026 0.8079 
Innovation encouragement 17.7115 3.89236 0.53977 17.5263 4.02517 0.65297 
Development 12.8077 2.35179 0.32613 12.5526 2.25049 0.36508 
Job satisfaction 24.7308 4.88742 0.67776 23.1842 4.5551 0.73893 
Perceived customer satisfaction 25.9423 4.667 0.6472 26.6316 5.20613 0.84455 
External satisfaction in work 7.5577 1.83018 0.2538 7.5789 1.60458 0.2603 
Private sector (N=52) and Government sector (N=38) 
 
 
The third null hypothesis states that intrapreneurship does not positively influence 
the perceived customer satisfaction, while the alternate hypothesis states that 
intrapreneurship positively influences the perceived customer satisfaction. To test this 
hypothesis, the Pearson correlation test is conducted to measure the correlation between 
intrapreneurship and perceived customer satisfaction. From the results in Table 12, it is 
shown that the correlation between intrapreneurship and perceived customer satisfaction is 
significant at 0.01 level, and the correlation is 0.777, which is a strong and positive 
correlation. The p-value is less than 5% and the correlation is significant, strong, and 
positive so the null hypothesis is rejected. To conclude, intrapreneurship positively 
influences perceived customer satisfaction in Qatar.  
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Table 12: Pearson’s Correlation Between Intrapreneurship and Perceived Customer 
Satisfaction 
Correlations 
  Intrapreneurship 
Perceived 
customer 
satisfaction 
Pearson Correlation .777** 
Sig. (2-tailed) 0 
N 110 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
 
The fourth null hypothesis states that intrapreneurship does not positively influence 
job satisfaction, whereas the alternative hypothesis states that intrapreneurship positively 
influences job satisfaction. Table 13 shows that the correlation test is conducted to measure 
the correlation between job satisfaction and intrapreneurship. The correlation is significant 
at 0.01 level. In addition, the correlation between intrapreneurship and job satisfaction is 
0.872, which is a very strong positive correlation since it is higher than 0.8. Also, the p-
value is less than 5% and there is a very strong positive significant correlation, so we can 
reject the null hypothesis. To conclude, intrapreneurship positively influences job 
satisfaction in Qatar. 
 
 
Table 13: Pearson’s Correlation between Intrapreneurship and Job Satisfaction 
Correlations 
  Intrapreneurship 
Job satisfaction 
Pearson Correlation .872** 
Sig. (2-tailed) 0 
N 110 
**. Correlation is significant at the 0.01 level (2-tailed). 
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CHAPTER 5: ISM MODEL ANALYSIS 
5.1 ISM Model 
The Interpretive Structural Modeling (ISM) approach is a methodology used to 
identify relationships between different items that define a specific issue whereby a set of 
direct and indirect linked elements are structured into an inclusive systematic model. It 
starts with recognizing the variables that are stated as either (i) or (j), which are the risks 
or barriers around a certain issue and then depicting the interrelationship between each one 
of them through four different aspects. The four aspects demonstrate the relationship 
between each barrier through the structural self-interaction matrix (SSIM). Within this 
matrix, (V) means that the variable barrier (i) leads to variable (j), (A) means that the 
variable barrier (j) leads to variable (i), X means that the variable barrier (i) leads to variable 
(j) and vice versa, and (O) means that there is no relationship between the variables (i) and 
(j). Then the SSIM is converted to a reachability matrix (RM) that has two steps. The initial 
step is the reachability matrix, where the (V) and (X) are converted to binary number one 
(1). On the other hand, (A) and (O) are converted to the binary number zero (0). In the next 
step, the initial reachability matrix is converted to a transitivity matrix.  The transitivity 
matrix means that if variable (A) is related to (B) and (B) is related to (C), then (A) is 
certainly related to (C) (Attri, Dev, & Sharma, 2013). 
The final reachability matrix includes the summation of each row to get the driving 
power as well as the sum of each column to get the dependence power. Then the level 
partitions are derived from the final reachability matrix where the reachability set includes 
the factor itself and another factor that it may affect. On the other hand, the antecedent set 
includes the factor itself and another factor that may impact it. Another column is derived 
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that is composed of the intersection of these sets for all the different factors (Attri, Dev, & 
Sharma, 2013). 
The top level in the ISM hierarchy is determined where the factors in the 
reachability and intersection set have the same occupy level. When it is recognized, then 
the barriers are removed from the other barriers. Moreover, the process is repeated to 
determine the next level till each level is found. When each level is determined then the 
ISM model can be developed (Attri, Dev, & Sharma, 2013). 
5.2 ISM Model Analysis 
In this research paper the ISM model is applied to the barriers that stand as an 
obstacle to intrapreneurship. Each barrier is defined below as a barrier number listed to 
twelve different barriers in Table 14. 
 
 
Table 14: ISM Barrier Variables 
Barrier number  Barrier 
B1 Internal resistance 
B2 Lack of training 
B3 Organization policies 
B4 Lack of required support 
B5 Inflexibility 
B6 Lack of incentive 
B7 Lack of financial resources 
B8 Static nature of organization 
B9 Lack of intrapreneurial talent 
B10 Culture 
B11 Regulatory barriers 
B12 Market forces 
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The relationship between each barrier is shown below in Table 15 in the structural 
self-interaction matrix. For instance, each relation is presented by a letter where (V) shows 
that internal resistance (B1) leads to inflexibility (B5).  
 
 
Table 15: Structural Self-Interaction Matrix (SSIM) 
 B12 B11 B10 B9 B8 B7 B6 B5 B4 B3 B2 B1 
B1 V A A A V X A V X A V - 
B2 O A A A V A A X A A -  
B3 V X X V V V V V V -   
B4 V A A A V X A V -    
B5 X A A A X A A -     
B6 V X A O V A -      
B7 V A A A V -       
B8 X A A A -        
B9 V A A -         
B10 V X -          
B11 V -           
B12 -            
  
 
The initial reachability matrix is demonstrated in Table 16 where (V) and (X) are 
converted to binary number one (1), whereas (A) and (O) are converted to the binary 
number zero (0). 
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Table 16: Initial Reachability Matrix 
 B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 B11 B12 
B1 1 1 0 1 1 0 1 1 0 0 0 1 
B2 0 1 0 0 1 0 0 1 0 0 0 0 
B3 1 1 1 1 1 1 1 1 1 1 1 1 
B4 1 1 0 1 1 0 1 1 0 0 0 1 
B5 0 1 0 0 1 0 0 1 0 0 0 1 
B6 1 1 0 1 1 1 1 1 0 0 1 1 
B7 1 1 0 1 1 0 1 1 0 0 0 1 
B8 0 1 0 0 1 0 0 1 0 0 0 1 
B9 1 1 0 1 1 0 1 1 1 0 0 1 
B10 1 1 1 1 1 1 1 1 1 1 1 1 
B11 1 1 1 1 1 1 1 1 1 1 1 1 
B12 0 0 0 0 1 0 0 1 0 0 0 1 
 
 
The transitivity matrix is shown in Table 17 where it is represented as 1*. For 
instance, there is no relationship between lack of incentive (B6) and lack of intrapreneurial 
talent (B9) where it is represented by the letter (O). Then the relation between internal 
resistance (B1) and lack of financial resources (B6) is (A), and the relation between internal 
resistance (B1) and lack of intrapreneurial talent (B9) is also (A). Consequently, if variable 
(B6) is related to (B1) and (B1) is related to (B9), then (B6) is certainly related to (B9).   
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Table 17: Transitivity matrix 
 B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 B11 B12 
B1 1 1 0 1 1 0 1 1 0 0 0 1 
B2 0 1 0 0 1 0 0 1 0 0 0 0 
B3 1 1 1 1 1 1 1 1 1 1 1 1 
B4 1 1 0 1 1 0 1 1 0 0 0 1 
B5 0 1 0 0 1 0 0 1 0 0 0 1 
B6 1 1 0 1 1 1 1 1 1* 0 1 1 
B7 1 1 0 1 1 0 1 1 0 0 0 1 
B8 0 1 0 0 1 0 0 1 0 0 0 1 
B9 1 1 0 1 1 0 1 1 1 0 0 1 
B10 1 1 1 1 1 1 1 1 1 1 1 1 
B11 1 1 1 1 1 1 1 1 1 1 1 1 
B12 0 0 0 0 1 0 0 1 0 0 0 1 
 
 
The final reachability matrix is provided in Table 18 where the summation of each 
column is shown in the dependence power and the summation of each row is included in 
the driving power. 
 
 
Table 18: Final Reachability Matrix 
 
 B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 B11 B12 
Driving 
Power 
B1 1 1 0 1 1 0 1 1 0 0 0 1 7 
B2 0 1 0 0 1 0 0 1 0 0 0 0 3 
B3 1 1 1 1 1 1 1 1 1 1 1 1 12 
B4 1 1 0 1 1 0 1 1 0 0 0 1 7 
B5 0 1 0 0 1 0 0 1 0 0 0 1 4 
B6 1 1 0 1 1 1 1 1 1 0 1 1 9 
B7 1 1 0 1 1 0 1 1 0 0 0 1 7 
B8 0 1 0 0 1 0 0 1 0 0 0 1 4 
B9 1 1 0 1 1 0 1 1 1 0 0 1 8 
B10 1 1 1 1 1 1 1 1 1 1 1 1 12 
B11 1 1 1 1 1 1 1 1 1 1 1 1 12 
B12 0 0 0 0 1 0 0 1 0 0 0 1 3 
Dependence 
Power 
8 11 3 8 12 4 8 12 4 3 4 11  
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In Table 19, the first-level barrier variables are lack of training (B2), inflexibility 
(B5), static nature of organization (B8), and market forces (B12), since the reachability set 
has the same variables as the intersection at this level. 
 
 
Table 19: Level 1 of Barrier Variables 
 
  Reachability set Antecedent set Intersection Level 
B1 IR 1,4,2,5,7,8,12 1,3,4,6,7,9,10,11 1,4,7  
B2 T 2,5,8 1,2,3,4,5,6,7,8,9,10,11 2,5,8 1 
B3 P 1,2,3,4,5,6,7,8,9,10,11,12 3,10,11 3,10,11  
B4 S 1,2,4,5,7,8,12 1,3,4,6,7,9,10,11 1,4,7  
B5 I 2,5,8,12 1,2,3,4,5,6,7,8,9,10,11,12 2,5,8,12 1 
B6 LI 1,2,4,5,6,7,8,11,12 3,6,10,11 6,11  
B7 F 1,2,4,5,7,8,12 1,3,4,6,7,9,10,11 1,4,7  
B8 N 2,5,8,12 1,2,3,4,5,6,7,8,9,10,11,12 2,5,8,12 1 
B9 IT 1,2,4,5,7,8,9,12 3,9,10,11 9  
B10 C 1,2,3,4,5,6,7,8,9,10,11,12 3,10,11 3,10,11  
B11 RB 1,2,3,4,5,6,7,8,9,10,11,12 3,6,10,11 3,6,10,11  
B12 M 5,8,12 1,2,3,4,5,6,7,8,9,10,11,12 5,8,12 1 
 
 
In Table 20, the second-level barrier variables are internal resistance (B1), lack of required 
support (B4), and lack of financial resources (B7). 
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Table 20: Level 2 of Barrier Variables 
  Reachability set Antecedent set Intersection Level 
B1 IR 1,4,7 1,3,4,6,7,9,10,11 1,4,7 2 
B3 P 1,3,4,6,7,9,10,11 3,10,11 3,10,11  
B4 S 1,4,7 1,3,4,6,7,9,10,11 1,4,7 2 
B6 LI 1,4,6,7,11 3,6,10,11 6,11  
B7 F 1,4,7 1,3,4,6,7,9,10,11 1,4,7 2 
B9 IT 1,4,7,9 3,9,10,11 9  
B10 C 1,3,4,6,7,9,10,11 3,10,11 3,10,11  
B11 RB 1,3,4,6,7,9,10,11 3,6,10,11 3,6,10,11  
 
 
In Table 21, the third-level barriers are composed of lack of incentive (B6) and lack of 
intrapreneurial talent (B9). 
 
 
Table 21: Level 3 of Barrier Variables 
  Reachability set Antecedent set Intersection Level 
B3 P 3,6,9,10,11 3,10,11 3,10,11  
B6 LI 6,11 3,6,10,11 6,11 3 
B9 IT 9 3,9,10,11 9 3 
B10 C 3,6,9,10,11 3,10,11 3,10,11  
B11 RB 3,6,9,10,11 3,6,10,11 3,6,10,11  
 
 
In Table 22, the fourth level includes organization policies (B3), culture (B10), and 
regulatory barriers (B11). 
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Table 22: Level 4 of Barrier Variables 
  Reachability set Antecedent set Intersection Level 
B3 P 3,10,11 3,10,11 3,10,11 4 
B10 C 3,10,11 3,10,11 3,10,11 4 
B11 RB 3,10,11 3,10,11 3,10,11 4 
 
 
The ISM model in Figure 9 shows different levels of barriers that affect 
intreapreneurship. The first level includes four barriers, which are lack of training, 
inflexibility, static nature of organization, and market forces. The second level is composed 
of three barriers, which are internal resistance, lack of required support, and lack of 
financial resources. The third level includes two barriers, which are lack of incentive and 
lack of intrapreneurial talent. Finally, the fourth level of variables includes organization 
policies, culture, and regulatory barriers, which represent the dominant barriers that affect 
intrapreneurship in Qatar. Each barrier is categorized on a certain level depending on its 
link and relation to intrapreneurship. 
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Figure 9. ISM model for the barriers affecting intrapreneurship 
 
2)Lack of Training 5) Inflexibility  8) Static Nature of 
Organization 
12) Market Forces 
1)Internal Resistance 4) Lack of Required 
Support 
7) Lack of Financial 
Resources 
6) Lack of Incentive 
9) Lack of 
Intrapreneurial Talent 
3) Organization 
Policies 
10) Culture 
11) Regulatory 
Barriers 
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CHAPTER 6: CONCLUSIONS, RECOMMENDATIONS, LIMITATIONS AND 
SCOPE FOR FUTURE RESEARCH 
 
In conclusion, from the results and analysis of the study it can be concluded that 
intrapreneurship is not practiced in Qatar; however, the level of effect of the potential 
prerequisites and outcomes of intrapreneurship varies in organizations in Qatar. Moreover, 
the potential prerequisites show a positive effect on intrapreneurship in Qatar where 
development has had a high effect compared to other prerequisites. The individual 
motivation is the second highest effect where employees have the motivation to develop in 
intrapreneurship aspect. Then the individual capability has an average of 3.869, which 
shows that employees in Qatar have the capability to be intrapreneurs. Also, the working 
environment has a positive effect on employees where they have a supportive working 
environment for developing intrapreneurship. Furthermore, employees are satisfied about 
the encouragement provided by management and the organization. Transparency and 
openness are important variables because when employees have an idea related to 
intrapreneurship, then they will be encouraged to share it with their management. The 
innovation encouragement variable had an average of 3.484, which is a positive effect, and 
it measures the aspect of taking risks and developing new ideas at the organization. This 
shows that employees are willing to bring new ideas to their companies and develop 
intrapreneurship.  
The outcomes of intrapreneurship in Qatar showed a high score of job satisfaction, 
suggesting that employees are satisfied in their work and so are enthusiastic to bring new 
ideas to their organizations. The external satisfaction at work measures the favorable work 
atmosphere and work load. The results show that employees in Qatar have a favorable 
atmosphere and can handle a higher work load in the case of intrapreneurship. In addition, 
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perceived customer satisfaction results show that organizations react to customer needs and 
have long-term relationship with their customers. This shows that customer needs are 
satisfied and would not be an issue with intrapreneurship.  
The study has fulfilled the research objectives of examining the intrapreneurship 
concept in organizations in Qatar. Different variables that affect the prerequisites and 
outcomes of intrapreneurship were inspected and each variable was measured in different 
organizations in Qatar whether they were private, public, or semi-governmental 
organizations. Finally, the level of customer satisfaction as well as employee satisfaction 
were examined through correlation in which the results were statistically significant, and 
it had a strong positive correlation between intrapreneurship level and employee 
satisfaction as well as customer satisfaction.   
The following are the main conclusions for the study: 
1. Heinonen and Korvela (2014) mentioned in their study that intrapreneurship is 
crucial to organizational survival, growth, profitability, and renewal, so 
organizations in Qatar will benefit from implementing intrapreneurship. 
2. The study that Urbano, Alvarez, and Turró (2013) conducted indicates that 
developing an intrapreneur requires company resources and capabilities; therefore, 
Qatar can develop intrapreneurs using company resources and capabilities. 
3. There is a significant positive correlation between the prerequisites and outcomes 
of intrapreneurship, and it is significant at 0.01 level two-tailed. The majority of the 
intrapreneurship variables have a strong positive correlation, which confirms the 
results that are found in the study conducted by Heinonen and Korvela (2014). 
4. Public organizations have a lack of intrapreneurship compared to private 
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organizations, especially in the variable’s individual motivation and individual 
capability. It might be because of employees’ diversification background. Also, it 
had been shown that the levels of managerial encouragement to employees are 
higher in public organizations compared to private organizations. The results in this 
study are similar to the study conducted by Sadler (2000), where he mentioned that 
there is lack of intrapreneurship in the public sector compared to private sector. 
5. The correlation between intrapreneurship and perceived customer satisfaction is 
strong and positive, which means that when intrapreneurship is practiced then 
customer satisfaction will increase. 
6. There is a very strong positive correlation between intrapreneurship and job 
satisfaction which proves that when intrapreneurship is practiced in Qatar then the 
level of job satisfaction will increase subsequently. This supports the study of 
Antoncic and Antoncic (2011) and Felicio, Ricardo, and Caldeirinha (2012) when 
they stated the relationships between intrapreneurship, job satisfaction, and growth. 
7. The Anotonic and Hisrich (2003) study, along with the Vargas-Halabí, Mora-
Esquivel, and Siles (2017) study in Costa Rica, proves that risk-taking and 
flexibility are related to intrapreneurial competencies. This is related to the positive 
correlation of questionnaire findings where risk taking and flexibility that are 
included in innovation encouragement are positively related to intrapreneurship. 
8. Woo (2018) found that the openness trait is related to intrapreneurship. In addition, 
North (2015) measured the correlation between teamwork and openness in relation 
to intrapreneurship and found it to be 99% statistically significant. The 
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questionnaire results also demonstrate that openness had a significant correlation 
with intrapreneurship.  
9. The ISM model is composed of four levels of twelve different barriers that affect 
intrapreneurship. The first level includes four barriers, which are lack of training, 
inflexibility, static nature of organization, and market forces. The second level is 
composed of three barriers: internal resistance, lack of required support, and lack 
of financial resources. The third level includes two barriers, which are lack of 
incentive and lack of intrapreneurial talent. Finally, the fourth level of variables 
include organizational policies, culture, and regulatory barriers. It shows how each 
variable and intrapreneurship barrier is related to the others and creates a logical 
link between them. Moreover, it shows the rank between the intrapreneurship 
barriers.   
2.8 Recommendations 
Organizations in Qatar will gain numerous benefits from implementing 
intrapreneurship in their organizations.  Intrapreneurship is a key for innovation, growth, 
and change where the organizations have the possibility to gain benefits. Moreover, when 
organizations implement intrapreneurship, employees will be engaged and committed to 
their workplace. Leadership skills will be developed in the organizations. From the 
questionnaire results, it has been shown that employees have the potential prerequisites of 
intrapreneurship and that they are ready and have the expertise to try implementing it in 
their organizations. Job satisfaction had a very strong positive correlation with 
intrapreneurship, and this suggests that organizations in Qatar can increase the level of job 
satisfaction of their employees through implementing intrapreneurship at their workplace. 
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6.2 Research Limitations 
The limitations of this study are the following: 
1. The sample size was small as it is difficult to collect a large sample size within a 
short period of time.  
2. Intrapreneurship is a broad concept, so it is difficult to narrow the concept and 
measure it in only two aspects, which are prerequisites and outcomes.  
3. There is a lack of previous studies in intrapreneurship especially intrapreneurship 
in Qatar and Middle East countries. 
6.3 Scope for Future Research 
The future research directions for this study, “Study of Intrapreneurship in Qatar: 
An Empirical Study and Structural Model,” would be to conduct a study on the enablers of 
intrapreneurship. Also, a case study can be done to get deep insight about intrapreneurship 
in organizations in Qatar. 
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APPENDIX 
Appendix A: Questionnaire 
Questionnaire نابتسلااة  
Dear Sir/ Madam, 
 
My name is Maram Al-Mannaei, I am a 
student of MBA program at Qatar 
University, supervised by Dr. Mohd Nishat 
Faisal. This research is part of my 
graduation project. The data collected will 
only be used for academic purposes and will 
not be shared with any agency. 
 
This questionnaire is to study the 
intrapreneurship in the organizations in 
Qatar. The purpose of the study is to 
understand and explore intrapreneurship in 
Qatar.  
 
The questionnaire will be used to collect 
the primary data needed for a research 
study. Therefore, we seek your assistance 
to be open, fair, and honest as possible as 
you can in your responses. The survey will 
take approximately 10 minutes from your 
valuable time. 
 
Your participation is voluntary, the 
researcher assures you that no individuals 
will be identified from their responses and 
there are no requests for confidential 
information included in the questionnaire. 
The results of the analysis will be strictly 
used by the researchers for study purposes 
only. 
 
This questionnaire consists of two parts: 
1) Demographic Information 
2) Measuring Intrapreneurship 
 
Kindly click on “Yes” to start the survey. If 
you do not wish to participate, kindly click 
“No” to exit. 
 
 
 
لضافلا يخأ/ ،ةلضافلا يتخأ 
 
 ريتسجام جمانرب يف ةبلاط ،يعانملا مارم يمسا انأ
،رطق ةعماج يف لامعلأا ةرادإ  ثحبلا اذه ىلع فرشي
لصيف تأشن دمحم .د عورشم نم ءزج ثحبلا اذهو .
 ّلّإ اهعمج ّمتيس يّتلا تانايبلا َمدَختُست نلو .يجّرخت
 ّمتت نلو ،ةّيميداكأ ضارغلأ ةهج ةّيأ عم اهتكراشم
.ىرخأ 
 
 لخاد تاسّسؤملا يف لامعلأا ةداير ةنابتسلّا هذه سردت
 مهف وه ةساّردلا هذهل يسيئّرلا ضرغلاو .رطق ةلود
.رطق يف )ةردابملا حور( ةدايّرلا فاشكتساو 
 
 
متيس مادختسا اذه ةنابتسلّا عمجل تانايبلا ةيلولأا 
ةمزلالا ةسارد دادعلإ ةيثحب .هيلعو بلطن مكتدعاسم 
يف ةباجلإا ىلع ةلئسلأا حوضو لكب ةيرحو قدصو 
ردق عاطتسملا .قرغتسي نايبتسلّا  يلاوح10 قئاقد 
نم مكتقو. 
 
 
 
مكتكراشم دكؤيو ،ةيعوطت مكل هنأب ثحابلا نل متي 
فيرعتلا وأ ةراشلإا ىلإ دارفلأا نم للاخ  تاباجلإا
ةمدقملا نلو نوكي كانه ةيأ تاباجإ بجوتست ةيرسلا 
اهنمضتت هذه 
ةنابتسلّا .متيس مادختسا جئاتن ليلحتلا نم لبق نيثحابلا 
ةساردلا ضارغلأ طقف. 
 
 
:امه نيئزج نم ةنابتسلّا هذه نّوكتت 
1) .ةّيصخّشلا تامولعملا 
2) .)ةردابملا حور( ةدايّرلا سايق 
 
ىجري طغضلا ىلع "معن "ءدبل نايبتسلّا .اذإو تنك لّ 
،ةكراشملاب بغرت ىجري طغضلا ىلع "لّ". 
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Kindly note that the study is approved by 
the Qatar University Institutional Review 
Board with the approval number QU-IRB 
1046-E/19; If you have any question 
related to ethical compliance of the study 
you may contact them at 
 QU-IRB@qu.edu.qa. 
 
Thank you for your valuable time. 
Researcher 
Maram Almannaei 
Email: ma1001341@qu.edu.qa 
PI: Dr. Mohd Nishat Faisal 
Email: nishat786@qu.edu.qa 
 
 لبق نم اهيلع ةقفاوملا تمت ةساردلا هذه نأب ملعلا ىجري
QU-IRB ةقفاوملا مقرو QU-IRB 1046-E/19  
 يقلاخلأا لاثتملّاب ةقلاع هل لاؤس يأ مكيدل ناك اذإ،
:ليميلإا قيرط نع لصاوتلا ىجري 
 QU-IRB@qu.edu.qa 
 
 
 
.مكدهجو مكتقو مكل اًّردقم 
ثحابلا 
يعانملا مارم 
 :ليميلّاma1001341@qu.edu.qa 
لصيف تأشن دمحم .د :ثحبلا فرشم 
 :ليميلّاnishat786@qu.edu.qa 
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Part 1 Demographic Information: 
Please tick one box for each item 
 ةّيصخّشلا تامولعملا :لولأا ءزجلا 
 عضو ىجُريةملاعلا (√ ):يتأي اميف بسانم ليدبلا ءازإ 
Gender: 
(  ) Male 
(  ) Female 
 
Nationality: 
(  ) Qatari 
(  ) Non Qatari 
 
Level of Education: 
(  ) High school 
(  ) Undergraduate degree 
(  ) Graduate degree 
(  ) Any additional qualification 
  
Age: 
(  ) 18- 25 
(  ) 25 - 35 
(  ) 36 - 46 
(  ) 47 - 57 
(  ) 58 or above 
 
Years of experience: 
(  ) Less than 5 years 
(  ) 5 - 10 
(  ) 11 - 15 
(  ) 16 - 20 
(  ) More than 20 years 
 
Job Level: 
(  ) Staff 
(  ) First Level Management 
(  ) Middle Level Management 
(  ) Executive Management 
 
Type of Organization: 
(  ) Private 
(  ) Government 
(  ) Semi-government 
 
 
 
:سنجلا 
 ركذ )  ( 
 ىثنأ )  ( 
 
 ّيسنجلا:ة 
 ّيرطق )  (  
 ّيرطق ريغ )  ( 
 
 ّتلا ىوتسملا ّيميلع: 
 ّيوناث )  ( ّةماع ة 
 ّيعماج )  ( 
ايلع تاسارد )  ( 
 ّيميلعت ىوتسم )  (آ رخ 
 
:رمعلا 
 )  (-18 25 ةنس 
 )  (25 - 35 
 )  (36 - 46 
 )  (47 - 57 
)  ( 58 فرثكأ 
 
:ةربخلا تاونس ددع 
 نم لقأ )  (5 تاونس 
)  ( 5 - 10 تاونس 
 )  (11 - 15  ةنس 
 )  (16 - 20 ةنس 
 نم رثكأ )  (20 ةنس 
 
 ّيفيظولا ىوتسملا: 
)  ( فّظوم 
)  ( ايّندلا ةرادلإا ىوتسم 
)  ( ىطسولا ةرادلإا ىوتسم 
)  ( ةّيذيفّنتلا ةرادلإا ىوتسم 
 
:ةسّسؤملا عون 
 ّصاخ عاطق )  ( 
 ّيموكح عاطق )  ( 
)  ( ق ّيموكح هبش عاط 
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Part 2 A: Measuring Intrapreneurship-  
Potential prerequisites of intrapreneurship 
Please tick one box for each item 
سايق :)أ( يناثلا ءزجلا  )ةردابملا حور( ةدايّرلا–  تابّلطتملا
)ةردابملا( لامعلأا ةدايرل ةّيساسلأا 
 عضو ىجُريةملاعلا (√ ) :يتأي اميف ةبسانملا ةجّردلا ءازإ 
Strongly Disagree (1), Disagree 
(2), Neutral (3), Agree (4), 
Strongly Agree (5) 
1 2 3 4 5 5 4 3 2 1 ( ةدشب قفاوأ لا1( قفاوأ لا ،)2( دياحم ،)3 ،)
( قفاوأ4( ةدشب قفاوأ ،)5) 
First Variable: encouragement by management and 
organization 
 ّيغتملا ّولأا ر ّتلا :ل ّسؤملاو ةرادلإا لبق نم عيجشةس 
Management activity generates 
trust in employees  
          .نيفّظوملا ىدل ةّقثلا ّدلوي ةرادلإا لمع 
Management considers employees’ 
point of view  
           نيفّظوملا رظن تاهجو ةرادلإا ذخأت
.رابتعلّا نيعب 
Management influence employees 
to work for the favor of the 
organization  
           حلاصل لمعلل نيفّظوملا يف ةرادلإا ّرثؤت
 .ةسّسؤملا 
Management encourage operating 
in new ways  
          .ةديدج قرطب لمعلا ةرادلإا عّجشت 
Innovativeness and creativity are 
important at the organization 
          .ةسّسؤملا يف ناّمهم راكتبلّاو عادبلإا 
Change is identified as an 
opportunity at the organization 
           ّهنأ ىلع ةسّسؤملا يف رييّغتلا ىلإ رَظُني
.ةصرف 
Feedback is provided at the 
organization 
          .ةسّسؤملا يف ةعجاّرلا ةيذّغتلا ميدقت ّمتي 
Employees state their opinions 
freely 
          .ّةيّرحب مهءارآ نوفّظوملا يدُبي 
The organization offers training             .بيرّدتلا ةسّسؤملا ّمدقت 
The vision of the organization 
guides me  
          .يندشرت ةسّسؤملا ةيؤر 
Second Variable: individual motivation        عفاّدلا :يناثلا ريغتملا ّيلخاّدلا /ّيدرفلا 
I am confident about my abilities            .يتاردق يف قثأ 
I am prepared to make responsible 
decisions at the organization  
           ةلوؤسم تارارق ذاّختلّ دادعتسا ىلع انأ
.ةسّسؤملا يف 
I have the ability to manage 
problems 
          .لكاشملا ةرادإ ىلع ةردقلا ّيدل 
It is exciting to find new ways to 
solve unmet needs in the 
organization 
           ةيبلتل ةديدج قرط داجيإ ريثملا نم
.ةسّسؤملا يف ةّابلم ريغ تاجايتحا 
I am motivated to improve the 
existing system and activities at the 
organization 
           لمعلا ماظن نيسحتل سّمحتم انأ
.ةسّسؤملا يف ّةيلاحلا ةطشنلأاو 
Third variable: transparency and openness   حاتفنلااو ةيفافّشلا :ثلّاثلا ّريغتملا 
Difficult decisions are reviewed 
openly  
          .ّةينلاع ةبعّصلا تارارقلا ةعجارم ّمتي 
I am rewarded for productive 
activities 
          .ّةيجاتنلإا ةطشنلأا ىلع َأفاكُم انأ 
At the organization teamwork is 
implemented 
          .ةسّسؤملا يف ّقبطم ّيعامجلا لمعلا 
I know what is expected from me 
at the organization 
          ّعقوتم وه ام فرعأ .ةسّسؤملا يف ّينم 
I can easily get advice at the 
organization 
           ةلوهسب ةروشملا ىلع لوصحلا يننكمي
.ةسّسؤملا يف 
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The organization responds quickly 
to improve work methods that are 
developed by employees 
           نيسحتل ةعرسب ةسّسؤملا بيجتست
بيلاسأ  َلِبق نم اهريوطت ّمتي يّتلا لمعلا
.نيفّظوملا 
Fourth Variable: individual capability  ّةيدرفلا ةردقلا :عبارلا ريغتملا 
I am familiar with the organization 
vision   
          .ةسّسؤملا ةيؤرب ٍيْعَو ىلع انأ 
I feel enthusiastic to present new 
ideas 
          .ةديدج راكفأ ميدقتل سامحلاب رعشأ 
I have variety of skills           .تاراهملا نم ةعّونتم ةعومجم ّيدل 
I progress at my work            .يلمع يف اًّمدقت ّققحأ 
At the organization the term ‘risk-
taker’ is considered a positive 
attribute 
           ًةمس )رطاخملا لّمحت( حلطصم َرَبتُعي
 .ةسّسؤملا يف  ّةيباجيإ 
Fifth Variable: working environment  لمعلا ةئيب :سماخلا ريغتملا 
I have authority to do my duties 
well  
          .ّديج لكشب يتابجاوب مايقلل ةطلس ّيدل 
I have responsibility to do my job 
at the expected level 
           ىلع يلمعب مايقلا نع لوؤسم انأ
.ّعقوتملا ىوتسملا 
I can work spontaneously at the 
organization 
          .ةسّسؤملا يف ّيئاقلت لكشب لمعلا يننكمي 
When I have good idea, I get free 
time to develop it 
           ،ةركف ّيدل نوكت امدنع لصحأ يّننإف
.اهريوطتل تقولا نم ةحسف ىلع 
Employers are encouraged to 
discuss with other employees in 
different departments about ideas 
for new projects 
           ةشقانملا ىلع لمعلا باحصأ عيجشت ّمتي
 فلتخم يف نيرخلآا نيفّظوملا عم
 عيراشمل راكفأ لوح ماسقلأا.ةديدج 
I receive special recognition from 
my manager when my work 
performance is well 
           ءادأ دنع يريدم نم ا ًّصاخ اًريدقت ّىقلتأ
.ّديج لكشب يلمع 
I have enough time to do the 
required work 
           لمعلاب مايقلل تقولا نم يفكي ام ّيدل
.بولطملا 
Sixth variable: innovation encouragement  :سداسلا ريغتملاراكتبلاا عيجشت 
I am encouraged to take risks at the 
organization 
           رطاخملا لّمحت ىلع ةسّسؤملا ينعّجشت
.)ةرطاخملا( 
Mistakes are considered as learning 
experiences  
          ءاطخلأا َرَبتُعت .ّملّعتلل براجت 
I am able to develop at the 
organization 
          .ةسّسؤملا يف ريوّطتلا ىلع رداق انأ 
I enjoy searching for new ideas and 
services at the organization 
           تامدخو راكفأ نع ثحبلاب عتمتسأ
.ةسّسؤملل ةديدج 
Organization facilitate financial 
support for employees’ innovative 
ideas 
           راكفلأ ّيلاملا مّعدلا ةسّسؤملا لّهست
.ّةيعادبلإا نيفّظوملا 
Seventh variable: development   ّتلا :عباسلا ريغتملاريوط 
Developing my skills is important 
to me  
           ّمهم رمأ يتاراهم ريوطت.يل ةبّسنلاب 
I do not face difficulty to ask for 
help at the organization 
           يف ةدعاسملا بلط يف ًةبوعص هجاوأ لّ
.ةسّسؤملا 
I enjoy teamwork           .ّيعامجلا لمعلاب عتمتسأ 
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Part 2 B: Measuring Intrapreneurship-  
Potential outcomes of intrapreneurship 
Please tick one box for each item 
( يناثلا ءزجلابسايق :) )ةردابملا حور( ةدايّرلا-  تاجرخملا
 ةدايّرلل ةلمتحملا 
 عضو ىجُريةملاعلا (√ ) :يتأي اميف ةبسانملا ةجّردلا ءازإ 
Strongly Disagree (1), Disagree (2), 
Neutral (3), Agree (4), Strongly 
Agree (5) 
1 2 3 4 5 5 4 3 2 1 ( ةدشب قفاوأ لا1( قفاوأ لا ،)2 ،)
( دياحم3( قفاوأ ،)4( ةدشب قفاوأ ،)5) 
First Variable: work appreciation and job satisfaction  :لولأا ريغتملا ّيفيظولا اضّرلاو لمعلا ريدقت 
I am satisfied at my work             رعشأ.يلمع يف اضّرلاب 
I appreciate my work            .يلمع ّردقأ 
Others appreciate my work            .يلمع نورخلآا ّردقي 
I enjoy my work           .يلمعب عتمتسأ 
I have variety of duties           .تابجاولا نم ةعّونتم ةعومجم ّيدل 
I feel I am important to the organization            .ةسّسؤملل ةبّسنلاب ّمهم يّننأ رعشأ 
Second variable: perceived customer satisfaction نئابّزلا اضر كاردإ :يناثلا ريغتملا 
Our customers are satisfied with the 
provided services  
           تامدخلا نع نوضار اننئابز
.مهل ةمَّدقملا 
The organization react to the customers’ 
needs better than the competitors  
           تاجايتحلّ ةسّسؤملا ةباجتسا
 ةباجتسا نم لضفأ نئابّزلا
.نيسفانملا 
The organization recognize the 
customers’ needs  
          .نئابّزلا تاجايتحا ةسّسؤملا ّردقت 
The organization have long term 
relationships with the customers 
           دملأا ةليوط تاقلاع ةسّسؤملا ىدل
.نئابّزلا عم 
Customers are satisfied with our price-
quality relation  
           نيب ةقلاعلا نع نوضار نئابّزلا
.ةدوجلا ىوتسمو انراعسأ 
I enjoy hearing feedbacks from our 
customers 
           نم ةعجاّرلا ةيذّغتلا ّيقلتب عتمتسأ
.نئابّزلا 
I enjoy enhancing the organization new 
ideas based on customers feedback 
           ةسّسؤملا راكفأ زيزعتب عتمتسأ
.نئابّزلا تاقيلعت ىلإ ًادانتسا ةديدجلا 
Third variable: external satisfaction in work  لمعلا يف ّيجراخلا اضّرلا :ثلاثلا ريغتملا 
The organization has a favorable 
atmosphere  
           ةسّسؤملا ّعتمتتءاوجأب .ةبسانم 
I feel convenient with my workload            لمعلا ءبع عم ةحاّرلاب رعشأ
 ّصاخلا.يب 
